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24 August iQ« j 847Q77 


Executive Registry 


/W. 

62 -FyOW f/i 


MEMORANDUM FOR: Deputy Director for Administration 

Deputy Director for Intelligence 

Deputy Director for Operations 

Deputy Director for Science and Technology 

Chairman, E Career Service 

Inspector General 


FROM: 

SUBJECT: 


Executive Director 

Career Opportunity for Women and Minority Employees 


1. A ction: This memorandum assigns responsibility for actions to improve career 

' i > mh«iI Unit ^ f ?h ”° men and minority em Ployees in the Agencv and to redress^he serious 
. imbalance in their representation in senior positions. 

DDCT rilni ^fH^h OUnd: Sn addrGSS A £ency women in the Auditorium last Spring, the 

DDa deplored the small percentage of women in senior positions in .the Agency. Since 

1 *l! en ?. num ber of steps have been taken at the DDCrs behest to help remedy the 
! situation. Component employees were polled for ideas to improve matters by the 
directorates and submitted over 100 suggestions. A Task Force of six senior Agency 
.Wo? re r W6dthe s ^estions and made specific recommendations which should 

l !2 e 4. number of women in the Senior Intelligence Service. The Deputy Directors 
1 Staff *° rnrnen 1 t . on the recommendations of the Task Force. And thePlanning 

1 by the DDCI d ^ rGSUltS ° f thlS process and drew conclusions from it for consideration 

. . . ^hil® the 0 ^ ina ] impetus, in this case, came from the desire to correct the 
imbalance in the number of women in senior positions in the Agency, it is clear that a 

boTh^AQ^n 81106 * exis t! for minorit y employees and that remedial action is required for 
S’ appropriate, therefore, actions growing out of the recommendations of the 
Senior Womens Task Force will apply to both women and minority employees. 

?* P°CI Instructions: In the attached memorandum dated 13 August, the DDCI 

^lSJi S th^n Wl t h arran | in S. for the implementation of several recommendations stemming 
^Tom the report of the Senior Women's Task Force. Accordingly, I request that action be 
initiated now on the following matters by the appropriate perfon or organization: 

- Each directorate and career service should establish a panel-or series of 

appropriate”” which will monitor the assignment, training, and promotion 
of women and minorities and report periodically to the career service head on 
their effort. The purpose is to give an added check to the institutional 
mechanisms now extant to assure the heads of the career services that proper 
attention is being given to these career concerns. The exact focus of the 
monitoring activity will properly vary from directorate to directorate but is 
expected to include, at the least, individuals in grades GS-14-15. 


I k. ITrr> w ■ a t . 
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- The Director of Personnel should assist each directorate by compiling a 
computer printout covering the date of grade, directorate ranking, biographic 
profile, and so forth on all women and minority GS-15's for easy reference. Such a 

printout should be current enough to support the SIS promotion cycle and 

assignment recommendations. 

- Each directorate should make a conscious effort to develop women and 
minority employees by judicious assignments that can be used as springboards to 
SIS-level positions. Logic would suggest that similar action be taken at the GS-14 
level and, perhaps, GS-13. The point of concern is to take the necessary steps 
early on to help prepare women and minority employees to handle greater 
responsibility. 

- The Inspector General should assist in the monitoring of this overall program 
by commenting specifically in component inspection reports on promotion records, 
assignments, training, and the overall posture of the directorates toward 
implementing these recommendations. 

- The directorates should examine the composition of their career panels and 
boards to ensure membership by people sensitive to this overall problem. 

4 - Additional Instructions; In addition to the actions called for by the DDCI, I 
, believe the following measures also should be taken to improve the position of women 
1 and minorities in the Agency: 

( 

- The directorates and the Director of Personnel should ensure that an 
appropriate number of senior and mid-level women and minority employees 
participate in Agency recruiting activities. 

- The Director of Training and Education should ensure that at least one SIS 
woman and appropriate minority representation are voting members of the Agency 
Training Selection Board. 


STAT 


Attachment: 

; As stated 

icc: Director of Personnel 

Director of Training and Education 
Federal Women’s Program Coordinator 
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84- 2490/1 


13 August 1984 


MEMORANDUM FOR : Executive Director 

FROM: Deputy Director of Central Intelligence 

SUBJECT: Senior Women's Task Force Report on 

Career Opportunity for Women 


1. I am pleased with the recommended initiatives suggested by the 
Senior Women's Task Force on what the Agency might do to redress what I 
feel is a serious imbalance of the number of senior women in the Agency 
versus the percentage of the work force they represent. I think what can 
be said of the women should also be addressed to all minorities as 

• appropriate. 

2. In referencing the report to the Executive Director by the 
Women's Task Force dated 23 May 1984, I find particular merit in the 

' following recommendations and ask that you arrange for their 
implementation: 

—Each Directorate and career service establish a panel which 
monitors the assignment, training and promotion of women and other 
minorities. The purpose is to give an added check to the institutional 
mechanisms now extant to ensure the heads of the career services that 
proper attention is being given to career management structure. 

4 — The Director of Personnel could assist each Directorate by 

conpiling a computer printout covering the date of grade. Directorate 
ranking, biographic profile and what have you for easy reference. Such a 
printout should be current enough to support promotion cycles and 
^• assignment recommendations. 

— Each Directorate should compile a list of platform positions 
that can be used as springboards to SIS-level positions. Logic would 
suggest that the Directorates take a similar look at feeder positions at 
the GS-14 level and perhaps GS-13. The key here is to make a conscious 
effort to develop women and minority employees by judicious assignments 
which prepare them for greater responsibility. 
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--There seems to be Directorate acceptance to the 
suggestion of Directorate-wide vacancy notices. It does appear on the 
surface to have considerable merit. However, I ask that you examine the 
pros and cons before implementing such a requirement. 

3. To assist in the monitoring of this overall program it is obvious 
the Inspector General can be of great assistance to you in determining 
the accomplishment and for that matter attention given by the various 
components which the IG may survey during the course of a year. Not only 
should promotion records be examined, but assignments, training and the 
overall posturing by the Directorates to implementing these 
recommendations. 

4. The Directorates should examine the composition of their career 
panels and boards to ensure membership of personnel sensitive to this 
overall problem. 

5. You are at liberty to add further requirements and tasking on the 
Directorates if you see fit. 


onn N. McMahon STAT 


* cc DDA 
DDI 

i DDS&T 
DDO 

Chairman, E Career Service 
D/Personnel 
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13 August 1984 


MEMORANDUM FOR: Executive Director 

FROM: Deputy Director of Central Intelligence 

SUBJECT: Senior Women's Task Force Report on 

Career Opportunity for Women 


1. I am pleased with the recommended initiatives suggested by the 
Senior Women's Task Force on what the Agency might do to redress what I 
feel is a serious imbalance of the number of senior women in the Agency 
versus the percentage of the work force they represent. I think what can 
be said of the women should also be addressed to all minorities as 
appropriate. 

2. In referencing the report to the Executive Director by the 
Women's Task Force dated 23 May 1984, I find particular merit in the 
following recommendations and ask that you arrange for their 
Implementation: 

—Each Directorate and career service establish a panel which 
monitors the assignment, training and promotion of women and other 
minorities. The purpose is to give an added check to the institutional 
mechanisms now extant to ensure the heads of the career services that 
proper attention is being given to career management structure. 

—The Director of Personnel could assist each Directorate by 
conuillng a conmuter printout covering the date of grade, Directorate 
ranking, biographic profile and what have you for easy reference. Such a 
printout should be current enough to support promotion cycles and 
assignment recommendations. 

—Each Directorate should conplle a list of platform positions 
that can be used as springboards to SIS-level positions. Logic would 
suggest that the Directorates take a similar look at feeder positions at 
the GS-14 level and perhaps GS-13. The key here is to make a conscious 
effort to develop women and minority employees by judicious assignments 
which prepare them for greater responsibility. 
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--There seems to be Directorate acceptance to the 
suggestion of Directorate-wide vacancy notices. It does appear on the 
surface to have considerable merit. However, I ask that you examine the 
pros and cons before implementing such a requirement. 

3. To assist in the monitoring of this overall program it is obvious 
the Inspector General can be of great assistance to you in determining 
the accomplishment and for that matter attention given by the various 
components which the IG may survey during the course of a year. Not only 
should promotion records be examined, but assignments, training and the 
overall posturing by the Directorates to implementing these 
recommendations. 


4. The Directorates should examine the conposition of their career 
panels and boards to ensure membership of personnel sensitive to this 
overall problem. 


5. You are at liberty to add further requirements and tasking on the 
Directorates if you see fit. 



STAT 


cc DDA 
DDI 
DDS4T 
DDO 

Chairman, E Career Service 
D/Personnel 
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MEMORANDUM FOR: Executive Director 

FROM: Deputy Director of Central Intelligence 

SUBJECT: Senior Women's Task Force Report on 

Career Opportunity for Women 


' 1. I am pleased with the recommended initiatives suggested by the 

Senior Women's Task Force on what the Agency might do to redress what I 
feel is a serious imbalance of the number of senior women in the Agency 
versus the percentage of the work force they represent. I think what can 
be said of the women should also be addressed to all minorities as 
appropriate. 

2. In referencing the report to the Executive Director by the 
Women's Task Force dated 23 May 1984, I find particular merit in the 
following recommendations and ask that you arrange for their 
impl ementation : 

—Each Directorate and career service establish a panel which 
monitors the assignment, training and promotion of women and other 
minorities. The purpose is to give an added check to the institutional 
mechanisms now extant to ensure the heads of the career services that 
proper attention is being given to career management structure. 

—The Director of Personnel could assist each Directorate by 
compiling a computer printout covering the date of grade. Directorate 
ranking, biographic profile and what have you for easy reference. Such a 
printout should be current enough to support promotion cycles and 
assignment recommendations. 

— Each Directorate should compile a list of platform positions 
that can be used as springboards to SIS-level positions. Logic would 
suggest that the Directorates take a similar look at feeder positions at 
1 the GS-14 level and perhaps GS-13. The key here is to make a conscious 
effort to develop women and minority employees by judicious assignments 
which prepare them for greater responsibility. 
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i --There seems to be Directorate acceptance to the 

I suggestion of Directorate-wide vacancy notices. It does appear on the 
i surface to have considerable merit. However, I ask that you examine the 
pros and cons before implementing such a requirement. 

3. To assist in the monitoring of this overall program it is obvious 
the Inspector General can be of great assistance to you in determining 
the accomplishment and for that matter attention given by the various 
components which the IG may survey during the course of a year. Not only 
should promotion records be examined, but assignments, training and the 
overall posturing by the Directorates to implementing these 

| recommendations. 

4. The Directorates should examine the composition of their career 
| panels and boards to ensure membership of personnel sensitive to this 

overall problem. 

5. You are at 1 iberty to add further requirements and tasking on the 
Directorates i f you see fit. 



cc DDA 
DDI 
DDS&T 
DDO 

Chairman, E Career Service 
D/Personnel 


STAT 
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MEMORANDUM FOR: Deputy Director of Central Intelligence 

FROM: | 25X1 

Executive Director 

SUBJECT: Career Opportunity for Women | 25X1 


1. Action Requested : This memorandum is to inform you of 

steps taken recently aimed at improving career opportunity for women 
in the Ag ency. Paragraph 3 contains reconmendat ions for your 
approval. | 25X1 

2. Background : In memoranda to me dated 15 December 1983 and 
12 March 1984, and in your address to Agency women in the auditorium 
in early March, you deplored the small percentage of women in senior 
positions in the Agency. You asked me to submit a plan to you for 
redressing the imbalance. On 15 March, I asked the Deputies ".to 
pick the brains" of their people to identify immediate and longer 
range actions that could be taken to improve the situation. I 
received over 100 suggestions in late March and early April. I then 
asked six senior Agency women to form a task force to review the 
suggestions received and to provide specific reconmenda t i ons to 
increase the number of women in the Senior Intelligence Service 
(SIS). The task force completed its report in late April and, at my 
request, the Deputies commented on its reconmendat. ions by 11 May. 

The Chief of the Planning Staff then collated the results of this 
rather complex process and drew conclusions from it for action: the 
basic premise being if anything can or needs to be done before the 
current promotion cycle for SIS candidates ends, it should be. f 25X1 


3. Recommendat ions : The wrap-up by Chief, Planning Staff is 25X1 
attached. I agree with its conclusions and recotrmend that you: 
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25X1 


i 


i 


i 

, Attachment 


A, x 

.. Of\ '• 

APPROVED: V • 

\ /? At '■ 

f 

Deputy Director of Ce. °b i Migence 

-- n 

\ 


Date 


vV 


3 

t-ronr-r 
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2.3 MAY 1984 


Report to the Executive Director on the Recommendations 

Women’s Task Force and on Career 
for Women 


of the Senior 


Opportunity. 

fry 


25X1 


This report summarizes and comments on the responses of the 
Deputies to the recommendations made by the Senior Women's Task 
Force in its memorandum for you dated 27 April 1984. That 
memorandum and the collated responses of the Deputies to it are 
attached at A. 

Also summarized and listed by source at Attachment B are about 
100 suggestions for redressing the inbalance in the number of women 
who hold senior positions in the Agency. These suggestions were 
submitted to you in response to your memorandum to the Deputies 
entitled ’’Career Opportunity” dated 15 March 1984. 

There are a number of themes common to the recommendations of 
the Task Force and the suggestions outlined in Attachment B. There 
also is considerable duplication among the 100 suggestions from 16^ 
different sources. The suggestions or variants most frequently ma 25X1 

were: 




Approved For Release 2009/03/16 : CIA-RDP86M00886R0021 001 50022-2 


25X1 



Approved For Release 2009/03/16 : CIA-RDP86M00886R0021 001 50022-2 



Approved For Release 2009/03/16 : CIA-RDP86M00886R0021 001 50022-2 


27 April 1934 


MEMORANDUM FOR: Executive Director 


FROM:. 
SUBJECT : 


Senior Women's Task Force 
Career Opportunities for Woman 


: i. As you requested, we reviewed ^ °irectorat 

responses to your memorandum °"4*stocke§ P by the statistics. At the same 
15 March. Quite frankly,' *e wei re shoe ^ " f Agency management to 

time, « were encouraged by the apparent there 1s .. WO eful 

2*”^ 'S' b«e been perpetuated in the Agency year after year 
without redress." 

2. He are providing a number of '“ediate and 5enior 

recoenendations to Increwe the nuraber^^f^^l ^ unMlnlUy the members 

bflhe’tasfforcel'we should i point out t that tour views ^^idel^onmany^ 

&^Xt P of'^s^: e i^iS e w^"?J e a management responsibility, 

not a women's issue. 

3. Our recommendations, ^^^^tees^r management 1 ’ advisory 

■the chain of command, not in wom^. of thfe task f orC e and are not 

: overly d^amat i c? ? °They Soever, surest a coercive beginning with a 

;monitoreu continuum. 

*• A quote from one of the senior Agency managers bears repeating here, 

1 as it seems to capture the spirit of our concerns. 

Many successful managers have gained ia b nf h P arlv Ul "hiqh- 
experience and grade as a consequence of early, ^ 

any^ assignment 6 " in^exp^ience, given the opportunity, 
wcmen S and m i no r i t i es a 1 so flourish unde^enl ightened 

! management enrich t^ ge.^y wish management 

tormance. rrau*»y, on wn> 3 0 


Approved For Release 2009/03/16 : CIA-RDP86M00886R0021 001 50022-2 


I 


Approved For Release 2009/03/16 : CIA-RDP86M00886R0021 001 50022-2 


■jSJECT 


• ;i( . opportunities for women 


would talk less and do more, 
making a mistake. Coercion 
becomes natural. It is past 


Vie already know tr. a •- 
can fall away when fa', 
time to get on. 


ri'Z 



are 

s 




25X1 


25X1 


25X1 


‘Attachment: 
i Recommendations 


l 
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27 April 1984 [ 

• • • i 

* ! 

i • i 

I 

TASK FORCE RECOMMENDATIONS .1 


The following recommendations are designed to increase the number of 
qualified women in the Senior Intelligence Service and in "platform positions" 
leading directly to SIS assignments. Most suggestions can and should be 
implemented immediately. Some will take a few months to accomplish. All are 
designed to reflect a Jong-term management commitment to redressing the 25X1 

imbalance in the higheV^grade levels of the Agency. 


i 

t 
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15 March 1984 


DDA 

DDI 

DDO 

DDS&T 

Career Opportunity 


1. The DDCI, in memoranda to me dated 15 December I 983 and “ z'M 
12 March 1984 ; and in his address to Agency female employees in 

the. auditorium last week, deplored the small percentage of women 
in senior, specifically supergrade , positions. He has asked that " 

I submit a plan to him by 1 April for redressing the imbalance. 

* 

2. Neither he nor -I intend any change in qualitative criteria 
for promotion to supergrade, nor do we seek a solution through 
quotas. I have ho omniscience to apply to this issue. I do have 

t he responses to a request I made _to you a short tine ago, Reflecting ... 
current statisti cs. an d, to some degree, r ecent" steps~~Ea ken to address 
the problem. ’ ~ — 

3. There has, in ay judgment, been some progress. But there are 
other steps that can#be taken. X would like each of you to pick the 
braans of your folks to identify both immediate and longer range 
actions that could be taken. We've spoken of the assignment process 
as the major opportunity for demonstrating ability; nominations for 
quota course training, z*otation to other agencies or directorates, 
appointment to career development panels or career development • 

OI ^ cer positions (including career panel executive secretariat), 

as well as to substantive or managerial task forces are some options. 

4. Please give me your thoughts by Wednesday, 28 March. 


MEMORANDUM FOR: 

SUBJECT: 


STAT 

Executive Director 


A 


PJf: 







*/ 

'cii'ul 1 
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